The employment rate of people with disabilities is persistently lower than that of people without disabilities (Kessler Foundation, 2014). In 2012, only 33% of working-age adults with disabilities were employed, compared with 74% of adults without disabilities (Houtenville, 2013) . The persistence of the employment gap between people with and without disabilities runs counter to rehabilitation medicine and technology advances, which have made it more feasible for people with significant impairments and chronic health conditions to work, and counter to increasing expectations of the disability community to participate fully in social activities, including work, as embodied in the Americans With Disabilities Act (ADA) and the ADA Amendments Act.
The employment rate of people with disabilities is persistently lower than that of people without disabilities (Kessler Foundation, 2014) . In 2012, only 33% of working-age adults with disabilities were employed, compared with 74% of adults without disabilities (Houtenville, 2013) . The persistence of the employment gap between people with and without disabilities runs counter to rehabilitation medicine and technology advances, which have made it more feasible for people with significant impairments and chronic health conditions to work, and counter to increasing expectations of the disability community to participate fully in social activities, including work, as embodied in the Americans With Disabilities Act (ADA) and the ADA Amendments Act.
To further the development of policy and practice interventions to increase employment among people with disabilities, we need more knowledge about which individuals have fared relatively well with respect to employment and why. Variation in employment outcomes across groups presents an opportunity to learn about factors that can reduce the employment gap and possible avenues for the development of policy, program, and service deliveryrelated interventions. Certain individual characteristics that might affect employment are modifiable (e.g., educational attainment), whereas others are fixed (e.g., age, gender, race/ethnicity). Policy options can focus on working with individuals to change their modifiable characteristics in ways that would improve employment outcomes. Where individual characteristics are fixed, policy solutions might need to focus on broader systemic issues, such as reducing discrimination among employers or improving access to vocational services. Understanding the relative effect of each of these individual characteristics-which characteristics are associated with a smaller or larger employment gap between those with and without disabilities-can help identify where policy efforts should be focused.
We examine differences in the disability employment gap by demographic and other individual characteristics using data from the 2009-2011 American Community Survey (ACS). We identify several groups for whom disability is associated with a smaller employment gapwomen, Asians, Hispanics, and married individuals. We also find that the employment gap changes with age and declines with educational attainment. We find that differences in this gap persist even when we control for other factors that may be associated with differential employment outcomes.
Theoretical Framework
To model how personal characteristics are related to the employment of people with disabilities, we frame our research by blending labor economic theory with the social model of disability (Hahn, 1985; Nagi, 1965 Nagi, , 1991 Verbrugge & Jette, 1994) . In economic theory, employment outcomes are determined by the interaction of factors that affect individuals' desire to work (labor supply) and factors that affect employers' decision to hire (labor demand). Labor supply may be influenced by the availability of other sources of income, resources for household production, and preferences regarding the consumption of goods, services, and leisure. These preferences may be influenced by a number of factors including age (Pencavel, 1986) , the presence of children in the home (Angrist & Evans, 1998; Blau, Winkler, & Ferber, 2014) , and health (Coile, 2004; Parsons, 1977) . The demand side of the market reflects the industrial composition of the local labor market and employers' need for workers of various skill levels; both may be influenced by a number of factors including the state of the local or national economy and the development and adaptation of technology.
The social model of disability has become the standard framework among disability researchers for conceptualizing disability (Shakespeare, 2013) . Although individuals may have functional impairments due to medical conditions, the social model posits that disability is a result of the interaction of those impairments with personal characteristics, societal attitudes, and the physical and social environment. The social model of disability groups the determinants of employment outcomes into three domains: (a) an individual's health conditions, (b) his or her personal characteristics, and (c) features of his or her environment. These domains are also embodied in the World Health Organization's International Classification of Functioning, Disability and Health (World Health Organization, 2001) .
Our analysis in this article focuses on understanding how the second domain-personal characteristics-is related to employment outcomes. We specifically examine differences by age, gender, race, ethnicity, marital status, educational attainment, and veteran status. Because there are substantial differences in employment rates across these groups in the general population, due to a variety of factors including preferences and skill, we expect similar differences to exist among people with disabilities. We also know that there is a large gap in employment rates between people with and without disabilities. As a result, rather than simply examining differences in employment rates among people with disabilities, we focus our analysis on whether the differential in employment rates observed between people with and without disabilities differs by personal characteristics. Our hypothesis is that the employment gap between people with and without disabilities varies by personal characteristics. As we discuss in the next section, the existing literature provides descriptive evidence in support of this hypothesis. We add to this literature by examining whether differences seen in raw statistics are simply due to underlying differences in other personal or environmental characteristics or whether they persist also when we control for these factors.
Previous Literature
There is a vast literature documenting employment differences across demographic groups among the general population (Ehrenberg & Smith, 2011) . We first review the literature that pertains specifically to people with disabilities. We then discuss published statistics comparing employment outcomes among people with and without disabilities.
Older age has consistently been found to be associated with lower employment rates in a variety of national subpopulations of people with disabilities, including individuals with physical impairments or chronic health conditions (Ipsen, 2006) , Social Security Disability Insurance and Supplemental Security Income participants (Mamun, O'Leary, Wittenburg, & Gregory, 2011) , participants in State Medicaid Buy-In programs (Ireys, Gimm, & Liu, 2009) , and vocational rehabilitation clients (Mwachofi, Broyles, & Khaliq, 2009) .
Findings on employment differences by gender and race have been less consistent in studies of people with disabilities. Whereas some studies have found differences by gender (Hasnain & Balcazar, 2009; Mwachofi et al., 2009; Shandra & Hogan, 2008) , other studies have not (Ireys et al., 2009) . Similar inconsistencies are found in studies that have examined the association between race and employment (Berry & Caplan, 2010; Hasnain & Balcazar, 2009; Ipsen, 2006; Ireys et al., 2009; Mwachofi et al., 2009; Shandra & Hogan, 2008) .
Higher levels of educational attainment have generally been found to be associated with higher earnings and higher employment rates among people with disabilities (e.g., Hollenbeck & Kimmel, 2008; Ipsen, 2006; Mwachofi et al., 2009) . Although these findings are consistent with the theoretical impact of education on employment and earnings, these studies do not provide estimates of the causal impact of education. Because disability can influence educational attainment (e.g., children with more severe disabilities or certain types of disabilities may be less likely to complete high school), and education can influence the onset of certain types of disabilities (e.g., those with lower levels of educational attainment may be more likely to be employed in occupations with high rates of injury), these positive associations could reflect both causal impacts of education and these other relationships. Nevertheless, Loprest and Maag (2007) have estimated that employment rates of people with disabilities in their 20s and 30s would be 23% higher if they completed high school. An estimate based on longitudinal data finds that young adults who graduate from college have 22% higher earnings and 1.85 greater odds of finding employment than those who do not graduate from high school (Shandra & Hogan, 2008) . People with disabilities may receive an additional benefit if education can both mitigate aspects of disability that affect productivity and act as a signal of productivity (Oi, 1992; Polachek, 2008) .
Married people with disabilities generally have higher levels of employment, earnings, and income than do people with disabilities who are not married (Parish, Rose, & Andrews, 2009) . However, marriage is significantly less common among people with disabilities (Hughes & Waite, 2009; Pienta, Hayward, & Jenkins, 2000) , and the onset of a disability has been found to increase the likelihood of divorce (Singleton, 2012) .
Although there are no published findings on employment differences by veteran status among people with disabilities, the literature suggests that the concurrent mental health, substance abuse, and cognitive issues that face a disproportionate share of veterans create a substantial employment challenge (Rudstam, Strobel Gower, & Cook, 2012; Twamley et al., 2013) . Kleykamp (2013) shows that when controlling for other factors, veterans, particularly female veterans, are less likely to work than are their civilian counterparts. Among workers with low levels of educational attainment, however, being a veteran is associated with higher earnings. Among veterans, employment rates are lower among those with disabilities than among those without disabilities and vary by the type of disability (MacLean, 2010) .
Although most of these studies find differences in employment outcomes by personal characteristics, the estimates vary because many of these studies focus on a specific subset of people with disabilities (e.g., youth or those having a particular disability or health condition, living in a particular geographic area, or receiving public benefits or services like vocational rehabilitation), making it difficult to generalize findings to the larger population. In addition, because the aforementioned studies only examine differences among the population with disabilities, it is unclear to what extent the estimated differences in employment rates are parallel to those observed in the general population.
To examine whether there are disability-specific differences by personal characteristics, we must compare differences among those with and without disabilities, either by measuring the relative rate of employment of people with and without disabilities or the difference in employment rates between the two groups. A series of user guides to national data sets that measure disability provides some descriptive statistics. Weathers (2005) shows that in the 2003 ACS, the employment gap between people with and without disabilities is largest for Blacks, and it decreases with educational attainment. Using the 2003-2004 Current Population Survey, Burkhauser and Houtenville (2006) find that the relative rate of employment of people with and without disabilities is higher for women than men, is higher for Asians than other racial groups, and rises with education. Using the 2002 National Health Interview Survey, Harris, Hendershot, and Stapleton (2005) show that gender differences in employment are less marked among people without disabilities than among people with disabilities, whereas educational and racial differences are more marked among people with disabilities.
We further examine these documented gaps within the context of the social model of disability, using recent national data and a definition of disability that is consistent among many federally sponsored household surveys. Using multiple regression analysis and controlling for other potentially confounding factors, we examine how the gap in employment between people with and without disabilities varies by individual characteristics.
Method

Data and Sample
We use data from the ACS, a national survey conducted by the U.S. Census Bureau every year, to provide demographic, economic, and housing data on a large, nationally representative sample of U.S. residents. We use the integrated public use microdata files (Ruggles et al., 2010) of the ACS, pooled across 2009 to 2011 to ensure adequate sample sizes by type of disability and demographic characteristics. We exclude individuals living in group quarters because research has found this population to be systematically different from the population of people with disabilities living in the community (Stapleton, Honeycutt, & Schechter, 2012) . We also limit our analysis to individuals aged 25 to 64 years to focus on the working-age population.
Disability definition. The ACS contains a sequence of six questions related to functional and activity limitations used to identify the population with disabilities. This sequence is used to identify disability in all Census Bureau data collection products. Individuals with an affirmative response to one or more of the six questions are identified as having a disability. Four questions are related to sensory and functional limitations: deafness or serious difficulty hearing, blindness or visual impairments, difficulty walking or climbing stairs, and cognition. Two questions are related to activity limitations: self-care activities and independent living activities.
Analysis. We first calculate descriptive statistics for our sample, including the unadjusted employment rate, separately for people with and without disabilities. We then calculate the disability employment gap as the difference in the employment rate for people with and without disabilities, separately by each personal characteristic group.
To 
In the regression analysis, E is equal to one if the individual was employed in the week prior to the survey and zero if the individual was not employed. D is equal to one if the individual reported the presence of one of the six functional or activity limitations. X includes gender, age group (25-29, 30-39, 40-49, 50-59, and 60-64) , race (White only, Black only, Asian only, other only, two or more races), Hispanic origin, marital status, educational attainment (8th grade or less, 9th-12th grade with no diploma, high school diploma or equivalent, some college with no degree, associate's degree, bachelor's degree, professional or graduate degree), and veteran status.
Each linear regression is estimated on the subsample of individuals with a particular personal characteristic in X, such as female gender or Black race. The explanatory variables include the indicator for disability, D ij , and all the other variables contained in X above. We control for features of the local environment, Z, by including state fixed effects and indicators for residence in a central city, other parts of a metropolitan area, or a nonmetropolitan area. The estimated regression coefficient on D is the percentage point gap in employment rates between people with and without disabilities among a given subpopulation, controlling for other personal characteristics.
All estimates are calculated using Stata 13 and sample weights provided by the Census Bureau. We use postestimation Chow tests to determine whether the estimated gap in one subpopulation is significantly different from the estimated gap in a different subpopulation. Table 1 contains summary statistics by presence of any disability. The employment rate is substantially lower among people with disabilities compared with people without disabilities (34.5% vs. 76.9%). The gender composition of people with disabilities mirrors that of people without disabilities, but there are notable differences between the two groups across all other personal characteristics. Not surprisingly, the age distribution of people with disabilities is much different, with a mean age of 49 years compared with 44 years among people without disabilities, and the population with disabilities has a much higher share of individuals in their 50s and 60s. The racial and ethnic composition of the populations with and without disabilities also differs. The population with disabilities has a higher percentage of individuals who are Black (16% vs. 11%) and a lower percentage who are Asian (2% vs. 6%) or Hispanic (12% vs. 15%). These differences in age, race, and Hispanic ethnicity reflect differences in disability prevalence across these groups.
Results
For nonfixed characteristics like education and marital status, differences between people with and without disabilities may reflect both differences in disability prevalence and differences in opportunities or choices. Thus, that only 45% of people with disabilities are married, compared with 62% of people without disabilities, may be due to both lower marriage propensities among people with disabilities and lower risk of disability among married individuals. The same ambiguity in interpretation should be kept in mind when noting that people with disabilities have lower educational attainment than do people without disabilities. A substantially smaller share of people with disabilities have a graduate or professional degree (4% vs. 12%) or a bachelor's degree (9% vs. 21%) as their highest level of educational attainment. A greater percentage of people with disabilities have not graduated from high school (23% vs. 11% of nondisabled people). Table 2 contains employment rates by personal characteristics for people with disabilities (column 1) and people without disabilities (column 2). With a few exceptions, the differences in employment by age, gender, education, and other personal characteristics are similar for those with and without disabilities. Men are significantly more likely to be working than are women, individuals with higher educational attainment have higher employment rates, and employment rates decline with age. However, the ageemployment decline begins at a much younger age for people with disabilities-after age 30-compared with the decline for people without disabilities, which begins after age 50. There are also different employment patterns by race, Hispanic origin, and marital status between people with and without disabilities. We discuss these patterns further below, where we present the regression results.
We next present findings testing our hypothesis that the employment gap between people with and without disabilities varies by individual characteristics. Columns 3 and 4 of Table 2 report the difference in the employment rate by individual characteristics. These differences allow us to identify subgroups that are more or less disadvantaged by disability in the labor market. Column 3 presents the raw (unadjusted) employment gaps, whereas column 4 presents the regression-adjusted differences. The column 4 entries are coefficient estimates on an indicator for disability from linear regressions estimated on a subsample of individuals with a particular individual characteristic, controlling for all other individual characteristics, state of residence, and indicators for residence in a central city, other parts of a metropolitan area, or a nonmetropolitan area. We present regression-adjusted differences because the raw differences in the employment gap by one individual characteristic could be due to differences in other characteristics that are also related to employment outcomes. For example, if individuals with higher educational attainment are more likely to be married, the lower employment gap among married individuals could purely be a function of education.
Although the differences in employment rates among people with and without disabilities are large for each demographic group, we find that there are notable variations. The unadjusted disability employment gap is significantly larger for men than women (45 vs. 40 percentage points). After controlling for other characteristics, the employment gap declines for both men and women to 37 and 35 percentage points, respectively. The smaller difference in the regression-adjusted gaps for men and women is still statistically significant. Why the unadjusted gap is larger for men than for women and why the differential declines when we control for other factors is unclear. We address this issue further in the "Discussion" section. We also find statistically significant differences in the disability employment gap across age groups. Both the unadjusted and regression-adjusted unemployment gaps increase with age cohorts from 25-to 29-year-olds to individuals in their 50s, before dropping steeply for the 60-to 64-year-old group. The smaller gap among participants in their 60s reflects the sharp drop in employment rates among people without disabilities in their 60s rather than higher rates of employment among older people with disabilities. The magnitude of the regression-adjusted gap ranges from a low of 28 percentage points for 60-to 64-year-olds to a high of 39 percentage points for 50-to 59-year-olds.
There are also interesting differences in the employment gap by race. The regression-adjusted employment gap for Whites is 36 percentage points. The gap for Blacks, 38 percentage points, is just slightly but statistically significantly higher. Two groups, Asians and those of other races, have employment gaps that are significantly smaller than the gap for Whites. The gap is 28 percentage points among Asians and 31 percentage points among those of other races. The smaller employment gap for Asians is driven by both lower employment rates among people without disabilities and higher employment rates among those with disabilities. The gap among Hispanics is lower The sample size varies for each row of columns 3 and 4 because the differences are estimated among each individual characteristic subpopulation.
than the gap among non-Hispanics (32 vs. 35 percentage points). Similar to the comparison between Asians and Whites, the lower employment gap among Hispanics is because Hispanics have lower employment rates among people without disabilities but higher employment rates among those with disabilities.
Last, we examine differences in the employment gap by three characteristics that are not predetermined-marital status, educational attainment, and veteran status. The regression-adjusted disability employment gap is 5 percentage points smaller among married individuals than unmarried individuals. The adjusted employment gap varies substantially by level of educational attainment. It is highest at 37 percentage points among people whose highest level of education is high school graduate and lowest at 24% among individuals with a graduate or professional degree. Finally, the employment gap is slightly and statistically significantly smaller for veterans than for nonveterans. Because these characteristics are not predetermined, however, their relationship with employment could reflect both that they are employment facilitators and that they may be correlated with unobserved factors such as age of disability onset or severity of disability. We further discuss these concerns below.
Discussion
In this article, we tested the hypothesis that the employment gap between people with and without disabilities varies by individual characteristics. Our results are largely consistent with this hypothesis. We frame the discussion around our findings by each individual characteristic.
We found notable patterns in the employment gap by the four characteristics that are not modifiable-gender, age, race, and ethnicity. First, the disability employment gap is slightly smaller for women than men. It is not surprising that the difference between men and women is small because there is no theoretical reason why disability should have a differential impact on employment by gender. Still, this difference may suggest that women with disabilities might face fewer barriers or receive greater employment supports than males with disabilities. Second, we find that the employment gap is largest during the peak earning years in middle age. This finding is consistent with the fact that the majority of applicants for Social Security Disability Insurance are in their 50s. It is also troubling because these are the ages during which a majority of retirement saving occurs.
Blacks face a larger disability employment gap than Whites, whereas Asians face a smaller employment gap than Whites, and Hispanics face a smaller employment gap than non-Hispanics. However, our data do not allow us to identify whether these differences are due to discrimination, differential access to vocational rehabilitation or employment supports, or other unobserved factors. Future research should explore the extent to which the differences in employment rates across ethnic and racial groups can be reduced by better targeting services to different groups.
We also found striking patterns in two of the three malleable or endogenous characteristics-marital status and educational attainment. Why being married is associated with better employment outcomes relative to unmarried people with disabilities is unclear. This difference could reflect other unobserved characteristics that are correlated with employment outcomes, like severity of disability or age of onset (e.g., individuals with more severe or earlier onset disabilities may be less likely to get married). The difference could also be consistent with the theory that the social support from family is associated with better employment outcomes.
The results for educational attainment are perhaps the most dramatic. The employment gap between people with and without disabilities consistently declines with greater educational attainment. This declining gap could indicate that people with disabilities have relatively more to gain from higher education than people without disabilities. Education could also partly mitigate the impact of disability on a worker through a number of channels, including job quality, health insurance, or access to care. However, the data do not allow us to identify these channels or make definitive causal statements. Like marital status, educational attainment may in and of itself be influenced by the challenges faced by people with disabilities. Those with the highest levels of educational attainment may have had later ages of disability onset, less severe disabilities, or greater access to vocational and social supports, all of which are unobservable in our data.
Because public policy and programs can be leveraged to facilitate educational opportunities for people with disabilities, future research should rigorously estimate the causal impact of education on the employment and earnings of people with disabilities. There is a substantial literature documenting the power of financial aid and various G.I. bills to increase college enrollment (Abraham & Clark, 2003; Bettinger, 2004; Bound & Turner, 2002) . Although there is no "G.I. Bill" for people with disabilities as a group, one may be warranted if researchers find that greater educational attainment substantially improves employment outcomes of individuals with disabilities.
Finally, although the results of this analysis suggest that the disability employment gap varies by certain individual characteristics, it is important to reiterate that in all cases, for all characteristics, the employment rate of people with disabilities is substantially lower than the employment rate of individuals without disabilities. Continued research both to illuminate these gaps and to test policy innovations that can close these gaps is needed to support the full inclusion of individuals with disabilities in the workforce.
